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In the modern workplace environment, human interaction is extremely 
common. Especially after entering the knowledge economy and service 
economy, with the widespread use of the Working Group, effective workplace 
relations becomes more important (Cullen, 2012). On the other hand, 
knowledge of the change in geometry faster, employees vocational skills 
continue to shorten the life cycle of the past, among colleagues, 
according to the level and length of service and access to resources 
between the upper and lower levels unsustainable way. 8090 plus domestic 
staff have moved into the workplace, these new generation of employees 
active thinking, strong sense of self, the courage to publicize their work 
personality, but the concept is relatively weak collective, ideological 
and older employees are quite different behavior , all the above are my 
wife workplace interpersonal rift occurs lay hidden form complex 
relationships within the workplace of the current conflict and 
cooperation intertwined. Overall, the current domestic wife workplace 
interpersonal conflicts more prominent, more frequent conflicts, but 
under the force of the partnership, specific forms of conflict is more 
subtle and harmonious surface stress, even if you have a conflict, nor 
direct expression, more cold violence is the use of means, including 
rejection, including attack. 
Ostracism is a ubiquitous at all age and demographic characteristics 
of all races, ages, sex, etc. phenomenon (Williams, 1997). One of the most 
common workplace is rejection, but also have the most profound effect on 
individual circumstances (Fox & Stallworth, 2005). Including physical 
workplace exclusion range exclusion (eg isolation) and spiritual 
exclusion (such as neglect). Its extreme form of deportation (Einarsen, 
2003) from the workplace. But more cases are some of the more subtle, 
moderate performance, for example, by the silent treatment or avoid eye 


















Early exclusion from social science research is expanded. Until after 
Ferris (2008) developed a workplace exclusion scale, systematic research 
on workplace exclusion was expected. As an important organization 
interpersonal stressors (by Wu Long, 2010), the workplace exclude victims 
mentally and emotionally by a heavy blow, and the impact on the behavior 
of employees within the organization. But research on employee behavior 
in the workplace caused by rejection reactions but there conflicting 
conclusions. Some studies indicate, as an employee in the workplace 
exclude negative experience, enabling employees to reduce organizational 
commitment and job satisfaction, and thus will increase the production 
of anti-personnel behavior, turnover and withdrawal behavior. However, 
some scholars found that employees in the workplace by exclusion, it will 
stimulate the generation of organizational citizenship behavior 
(Williams, 1997; Williams, 2007; Le Jiaang, 2013; Xu Hanhua, 2012). 
This paper argues that the reason why this inconsistent findings 
primarily due to exclusion of the workplace already has positive 
significance, there are also negative effects. Therefore, this article 
should be considered a comprehensive and integrated manner to start on 
the workplace investigate the effects of exclusion effects, that is, 
research should focus attention in different situations in the workplace 
result of the exclusion of the role of employee behavior. 
In view of this, this article from an "integrated" perspective, the 
organization may also choose to employees 'silence has positive and 
negative effects of the workplace as a rejection by the representatives 
of employee behavior variables studied rejection of the workplace and the 
employees' silence in the organization positive or negative effects 
arising. 
Based on 666 survey samples collected through several southern 

















workplace ostracism effects on the behavior of employee silence. 
Meanwhile, it checks the mediating role of perceived organizational 
justice and the moderator role of job embedeness by adopting social 
exchange theory and rational action theory. It finds that:(1) workplace 
ostracism has a significant positive impact on the behavior of employee 
silence;(2) The perceived organizational justice play a mediating role, 
either complete or partial, between workplace ostracism and employee 
silence; (3)The job embedeness does not moderate the relationship between 
workplace ostracism and indifferent silence. On the contrary, it play a 
significant negative moderator role on the relationship between workplace 
ostracism and acquiescent silence／ defensive silence. To  be  more  
specific, the higher the job embedeness, the stronger the impacts of 
workplace ostracism on employee silence. 
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Wu，Liqun Wei & Chun Hui，2011）等；负面情绪，包括悲伤（Atlas & Morier，
1994），孤独感（Jones，1990），受伤害感（Leary，Springer & Evans，1998；Leary 
& Springer，2001），疼痛反应（Eisenberger et al，2003）抑郁（Baumeister & Tice，
1990；Beck & Bohnert，1974，Williams，1997.2001；程苏，2014），沮丧（Coie，
Terry，Zakriski & Lochman.1995；Williams et al. 2000），增加心理威胁感或降低心
理安全感（Robert T. Hitlan，2006；乐嘉昂，彭正龙和高源，2014），更低的同情









为（李蓉，2014）、反生产行为或离职行为（Ferris，2008；Robert renn & David allen，
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